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The Problem

• Percentages of women and 
minorities in the SES have 
increased since 2003

• Percentages are still less than the 
GS – 14/15 feeder groups

17.0%28.0%SES Potential
13.9%23.2%SES
MinoritiesWomen

2003 GAO Report:

(as of October 2000)
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2008 GAO Report

22.5%34.3%SES Potential
15.8%29.1%SES
MinoritiesWomen

(as of September 2007)

• Overall slight increase
• African American males decreased 
one‐half percent between October 
2000 and September 2007 
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2008 Stats & Trends

• GAO reports increase in diversity 
greater than predicted in 2003, 
except for African‐American males

• The feeder groups for all 
minorities and women have 
increased or stayed about the 
same

• The feeder group for African‐
American males remains 
underrepresented 
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22.534.3149,14917.028.0137,785SES 
Development 
Pool

15.829.16,55513.923.26,296SES
MinoritiesWomenNo.MinoritiesWomen

PercentPercent

No.

September  2007October  2000

SES Diversity Government wide
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The Retirement Tsunami

• 90% of the SES will be replaced 
during the next 7 years

• Now is the time to assure the 
SES becomes more diverse.
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H.R. 2721 & S. 1180
• Both H.R. 2721 and S. 1180 have 
been referred to the respective 
committees on government 
oversight

• Call for OPM SES Resource Office
• Require diversity to the extent 
practicable on ERBs and parts of 
ERBs

• Obligate OPM to report to 
Congress on progress
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OPM Current Focus

• Outreach
• Career Development
• Leadership succession plans
• Human Capital Scorecard 
(includes promoting diversity)

• Federal Candidate 
Development Program
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OPM Resource Office
• Overall SES Management
• Develops SES pay policy and 
administers pay system, 
including certification to pay out 
higher levels

• Mentoring and career 
development

• Monitors statistics & data for SES 
and diversity in the SES 

• Approval of Agency Diversity 
Plan
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EEOC MD 715
and Barrier Analysis

• Requires demonstrated 
commitment of agency leadership

• Expects integration into strategic 
mission

• Identifies barriers to diversity
• H.R. 3774 imposes a similar 
requirement on agency diversity 
plans

• SES diversity plans should 
integrate MD 715 requirements
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Barriers to Diversity
as found by EEOC from 715 reports

• Advanced degree 
requirements

• Geographic 
location/undesirability of 
facilities

• Lack of career ladder positions

• Lack of career developments
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SEA Position on Diversity in the SES
1. Better Data Needed
2. Pipelines must to be identified & developed
3. The Merit System has to be respected
4. A culture of leadership needs to be 

developed that every day respects inclusion 
and diversity.

5. SEA fully supports H.R. 2721/S. 1180 as 
amended

6. If enacted, H.R. 2721’s and S. 1180’s 
requirement for an OPM oversight office 
will assist with the first three items above, 
and the diversity plans will help item four.
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African‐American Federal 
Executive Association

Proposal
Require an SES woman and an SES minority 
to be on a panel that would recommend to 

the agency head all future career SES 
appointees.  Initial appointments to the SES 

must be made from those panel 
recommendations.
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SEA’s Concerns with Gender & 
Minority Based Selection Panels

• Time consuming and bureaucratic
• Does not address the leadership 
issue

• May be unfair to some of those who 
may be repeatedly serving on these 
panels, particularly in small offices

Note ‐ DOJ has raised a concern that 
these panels may be 
unconstitutional
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Identify Best Practices

• GSA

• SSA

• DNI
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SEA Recommended Best Practices

• Appointment of an ERB 
subcommittee to monitor diversity 
in the SES

• The subcommittee would review 
all selections, the pipeline and 
leadership development programs

• The subcommittee would have 
veto power over SES selections

• The subcommittee would consist 
of all career SES, a majority of 
whom must be women or 
minorities
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Engagement of Stakeholders –
Who Does the Engaging?

• BIG
• SEA
• AAFEA
• AAGEN
• FEW
• NAHFE
• FMA
• Partnership for Public Service
• Other employee organizations 
and labor unions
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Pipeline Identification
• GS‐14’s & 15’s
• Candidate Development & other 
leadership training programs

• Mentoring
• Interagency, intergovernmental 
& private sector experience

• Succession planning
• Dead‐end jobs
• Culture
• Other barriers to the pipeline
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The Merit System
• Quotas vs. goals and does that 
distinction matter anymore?

• Overcoming the perception that 
career development opportunities 
encourage a lack of diversity.

• The EEO complaint & career 
development – Is it a barrier?

• Is there more value in a leader’s 
avoidance of complaints than in a 
leader’s encouragement of 
diversity?
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Fostering a Culture of 
Leadership that Values Diversity

• Everyday occurrence

• Techniques to assure that 
valuing diversity trickles down 
to subordinate managers

• Oversight to assure top paying 
agency leaders promote a 
culture of diversity
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B I G
Blacks in Government

• Improvements to the process by 
which the pool of applicants is 
chosen

• Development of better SES 
training and development 
programs

• Elimination of QRB’s (because 
BIG believes it’s a redundancy)

• Better accountability
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National Association of 
Hispanic Federal Executives

• Under representation of 
Hispanics is larger than any 
other group, both in the SES and 
in the feeder groups

• More accountability for 
adherence to rules and executive 
order promoting diversity

• Better training for federal groups
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F E W
Federally Employed Women

• Reinstatement of a program to 
allow transfer from the clerical 
to the professional field

• Mentoring
• Improvement of OPM’s Federal 
Candidate Development 
Program
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A A G E N
Asian American Government 

Executive Network

• Better Data
• Identify barriers for Asian 
Americans

• Targeted Recruitment
• Identify Best Practices
• Specially designed internal and 
external developmental 
assignments
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• Diversity data does not report 
on minorities that comprise 
fewer than 10 employees in 
that category

• Asians/Pacific Islanders tend to 
be well‐represented in GS‐14 
and GS‐15 positions, but not in 
the SES

A A G E N
Concerns With Data
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FEORP
Federal Equal Opportunity 
Recruitment Program

• Statistics for FY 2008 compared to 
FY 2007

• Data on Blacks, Hispanics, 
Asians/Pacific Islanders, Native 
Americans, and Women in the 
Federal Workforce

• Diversity at GS 13‐15 and Senior 
Pay Levels in Various 
Occupational Categories
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701,1791,249 (6.1%)Total Senior Pay
77340,49641,269 (12.7%)Total GSR 13‐15

000Senior Pay

02929GSR 13‐15

Other

011Senior Pay

‐10189179GSR 13‐15

Technical

19559578Senior Pay

78928,63029,419GSR 13‐15

Administrative

51619670Senior Pay

‐611,64811,642GSR 13‐15

Professional

2007 to 2008 Difference20072008Occupational 
Category/Grade Groups

Blacks in the Federal Workforce
Current OPM FEORP Data
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46773819 (4%)Total Senior Pay
19916,81517,014 (5.2%)Total GSR 13‐15

134Senior Pay

71336407GSR 13‐15

Other

011Senior Pay

‐5135130GSR 13‐15

Technical

2239241Senior Pay

28510,10710,392GSR 13‐15

Administrative

43530573Senior Pay

‐1526,2376,085GSR 13‐15

Professional

2007 to 2008 Difference20072008Occupational 
Category/Grade Groups

Hispanics in the Federal Workforce
Current OPM FEORP Data
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751,0971,172 (5.8%)Total Senior Pay
46019,86420,324 (6.2%)Total GSR 13‐15

000Senior Pay

‐11211GSR 13‐15

Other

000Senior Pay

‐116049GSR 13‐15

Technical

14139153Senior Pay

2156,3256,540GSR 13‐15

Administrative

619581,019Senior Pay

25713,46713,724GSR 13‐15

Professional

2007 to 2008 Difference20072008Occupational 
Category/Grade Groups

Asians/Pacific Islanders in the Federal Workforce
Current OPM FEORP Data
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20169189 (0.9%)Total Senior Pay
‐193,3373,318 (1.0%)Total GSR 13‐15

000Senior Pay

156GSR 13‐15

Other

000Senior Pay

03838GSR 13‐15

Technical

‐38279Senior Pay

‐322,1202,088GSR 13‐15

Administrative

2387110Senior Pay

121,1741,186GSR 13‐15

Professional

2007 to 2008 Difference20072008Occupational 
Category/Grade Groups

Native Americans in the Federal Workforce
Current OPM FEORP Data
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4175,5135,930 (29.1%)Total Senior Pay
519120,605121,124 (37.2%)Total GSR 13‐15

‐110Senior Pay

116475GSR 13‐15

Other

123Senior Pay

‐1357356GSR 13‐15

Technical

911,7891,880Senior Pay

30572,84273,147GSR 13‐15

Administrative

3263,7214,047Senior Pay

20447,34247,546GSR 13‐15

Professional

2007 to 2008 Difference20072008Occupational 
Category/Grade Groups

Women in the Federal Workforce
Current OPM FEORP Data
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2008

32 (0.2%)Total Senior Pay
586 (0.2%)Total GSR 13‐15

0Senior Pay

0GSR 13‐15

Other

0Senior Pay

7GSR 13‐15

Technical

14Senior Pay

356GSR 13‐15

Administrative

18Senior Pay

223GSR 13‐15

Professional

Occupational Category/Grade Groups

Non‐Hispanic Multaracial Federal Workers

Current OPM FEORP Data
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What’s so Different About the SES
• QRB’s
• Greater risks & rewards
• Discretionary Pay System
• Mobility
• Interaction w/ political appointees
• Opportunity to lead some of the US 
Government’s most important 
proposals

• Limited ability to challenge removal 
from SES for performance

• No ability to grieve performances 
appraisal decisions
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Overcoming the Glass 
& Other Ceilings

• Traditional  EEO Complaints

• Class Complaints

• Practical and proof problems.

























































Senior Executive Service Diversity Assurance Act (Introduced in House) 

HR 2721 IH  

111th CONGRESS 

1st Session 

H. R. 2721 

To provide for greater diversity within, and to improve policy direction and oversight of, the Senior 
Executive Service.  

IN THE HOUSE OF REPRESENTATIVES 

June 4, 2009 

Mr. DAVIS of Illinois (for himself, Mr. CUMMINGS, Ms. NORTON, Mr. GONZALEZ, Mr. JOHNSON of 
Georgia, and Mr. CLAY) introduced the following bill; which was referred to the Committee on 
Oversight and Government Reform  

A BILL 

To provide for greater diversity within, and to improve policy direction and oversight of, the Senior 
Executive Service.  

Be it enacted by the Senate and House of Representatives of the United States of America in 
Congress assembled, 

SECTION 1. SHORT TITLE. 

This Act may be cited as the `Senior Executive Service Diversity Assurance Act'. 

SEC. 2. FINDINGS. 

Congress finds that-- 

(1) according to the Government Accountability Office-- 

(A) minorities made up 22.5 percent of the individuals serving at the GS-15 and GS-
14 levels and 15.8 percent of the Senior Executive Service in 2007; 

(B) women made up 34.3 percent of the individuals serving at the GS-15 and GS-14 
levels and 29.1 percent of the Senior Executive Service in 2007; and 

(C) although the number of career Senior Executive Service members increased from 
6,110 in 2,000 to 6,555 in 2007, the representation of African-American men in the 
career Senior Executive Service declined during that same period from 5.5 percent to 
5.0 percent; and 

(2) according to the Office of Personnel Management-- 

(A) black employees represented 6.1 percent of employees at the Senior Pay levels 
and 17.8 percent of the permanent Federal workforce compared to 10.1 percent in the 
civilian labor force in 2007; 
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(B) Hispanic employees represented 4.0 percent of employees at the Senior Pay levels 
and 7.8 percent of the permanent Federal workforce compared to 13.3 percent of the 
civilian labor force in 2007; and 

(C) women represented 28.2 percent of employees at the Senior Pay levels and 43.9 
percent of the permanent Federal workforce compared to 45.7 percent of the civilian 
labor force in 2007. 

SEC. 3. DEFINITIONS. 

For purposes of this Act-- 

(1) the term `Director' means the Director of the Office of Personnel Management; 

(2) the term `Senior Executive Service' has the meaning given such term by section 2101a 
of title 5, United States Code; 

(3) the terms `agency', `career appointee', and `career reserved position' have the 
meanings given them by section 3132 of title 5, United States Code; and 

(4) the term `SES Resource Office' means the Senior Executive Service Resource Office, 
established under section 4. 

SEC. 4. SENIOR EXECUTIVE SERVICE RESOURCE OFFICE. 

(a) Establishment- Not later than 180 days after the date of the enactment of this Act, the 
Director shall establish within the Office of Personnel Management an office to be known as the 
Senior Executive Service Resource Office. The mission of the SES Resource Office shall be-- 

(1) to improve the efficiency, effectiveness, and productivity of the Senior Executive Service 
through policy formulation and oversight; 

(2) to advance the professionalism of the Senior Executive Service; and 

(3) to ensure that, in seeking to achieve a Senior Executive Service reflective of the 
Nation's diversity, recruitment is from qualified individuals from appropriate sources. 

(b) Functions- It shall be the function of the SES Resource Office to make recommendations to 
the Director with respect to regulations, and to provide guidance to agencies, concerning the 
structure, management, and diverse composition of the Senior Executive Service. In order to 
carry out the purposes of this section, the SES Resource Office shall-- 

(1) take such actions as the SES Resource Office considers necessary to manage and 
promote an efficient, elite, and diverse corps of senior executives by-- 

(A) creating policies for the management and improvement of the Senior Executive 
Service; 

(B) providing oversight of the performance, structure, and composition of the Senior 
Executive Service; and 

(C) providing guidance and oversight to agencies in the management of senior 
executives and candidates for the Senior Executive Service; 

(2) be responsible for the policy development, management, and oversight of the Senior 
Executive Service pay system; 
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(3) develop standards for certification of each agency's Senior Executive Service 
performance management system and evaluate all agency applications for certification; 

(4) be responsible for developing and monitoring programs for the advancement and 
training of senior executives, including the Senior Executive Service Federal Candidate 
Development Program; 

(5) provide oversight of, and guidance to, agency executive resources boards; 

(6) be responsible for the administration of the qualifications review board; 

(7) establish and maintain annual statistics (in a form that renders them useful to 
appointing authorities and candidates) on-- 

(A) the total number of career reserved positions at each agency; 

(B) the total number of vacant career reserved positions at each agency; 

(C) of the positions under subparagraph (B), the number for which candidates are 
being sought; 

(D) the number of individuals who have been certified in accordance with section 3393
(c) of title 5, United States Code, and the composition of that group of individuals with 
regard to race, ethnicity, sex, age, and individuals with disabilities; 

(E) the composition of the Senior Executive Service with regard to race, ethnicity, sex, 
age, and individuals with disabilities; 

(F) the composition of executive resources boards with regard to race, ethnicity, sex, 
and individuals with disabilities; and 

(G) the composition of qualifications review boards with regard to race, ethnicity, sex, 
and individuals with disabilities; 

(8) make available to the public through the official public internet site of the Office of 
Personnel Management, the data collected under paragraph (7); 

(9) establish mentoring programs for potential candidates for the Senior Executive Service, 
including candidates who have been certified as having the executive qualifications 
necessary for initial appointment as a career appointee under a program established 
pursuant to section 3396(a) of title 5, United States Code; 

(10) conduct a continuing program for the recruitment of women, members of racial and 
ethnic minority groups, and individuals with disabilities for Senior Executive Service 
positions, with special efforts directed at recruiting from educational institutions, 
professional associations, and other sources; 

(11) advise agencies on the best practices for an agency in utilizing or consulting with an 
agency's equal employment or diversity office or official (if the agency has such an office or 
official) with regard to the agency's Senior Executive Service appointments process; and 

(12) evaluate and implement strategies to ensure that agencies conduct appropriate 
outreach to other agencies to identify candidates for Senior Executive Service positions. 

(c) Protection of Individually Identifiable Information- For purposes of subsection (b)(8), the SES 
Resource Office may combine data for any agency that is not named in section 901(b) of chapter 
31, United States Code, to protect individually identifiable information. 
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(d) Cooperation of Agencies- The head of each agency shall provide the Office of Personnel 
Management with such information as the SES Resource Office may require in order to carry out 
subsection (b)(7). 

SEC. 5. CAREER APPOINTMENTS. 

(a) Promoting Diversity in the Career Appointments Process- Section 3393 of title 5, United 
States Code, is amended-- 

(1) in subsection (b), by inserting after the first sentence the following: `In establishing an 
executive resources board, the head of the agency shall, to the extent practicable, ensure 
diversity of the board and of any subgroup thereof or other evaluation panel related to the 
merit staffing process for career appointees, by including members of racial and ethnic 
minority groups, women, and individuals with disabilities.'; and 

(2) in subsection (c)(1), by adding after the last sentence the following: `Notwithstanding 
the preceding sentence, consideration should also be given to improving diversity by 
including members of racial and ethnic minority groups, women, and individuals with 
disabilities on such boards.'. 

(b) Regulations- Within 1 year after the date of the enactment of this Act, the Director shall 
promulgate regulations to implement the amendments made by subsection (a) and to improve 
diversity in executive resources boards and qualifications review boards. 

(c) Report- Within 1 year after the date of the enactment of this Act, the Director shall submit to 
the Committee on Oversight and Government Reform of the House of Representatives and the 
Committee on Homeland Security and Governmental Affairs of the Senate a report evaluating 
agency efforts to improve diversity in executive resources boards and of the members designated 
by agencies to serve on qualifications review boards, based on the information collected by the 
SES Resource Office under subparagraphs (F) and (G) of section 4(b)(7). 

SEC. 6. ENCOURAGING A MORE DIVERSE SENIOR EXECUTIVE SERVICE. 

(a) Senior Executive Service Diversity Plans- Within 1 year after the date of the enactment of this 
Act, each agency, in consultation with the Office of Personnel Management, shall submit to the 
Office of Personnel Management a plan to enhance and maximize opportunities for the 
advancement and appointment of minorities, women, and individuals with disabilities in the 
agency to the Senior Executive Service. Agency plans shall address how the agency is identifying 
and eliminating barriers that impair the ability of minorities, women, and individuals with 
disabilities to obtain appointments to the Senior Executive Service and any actions the agency is 
taking to provide advancement opportunities, including-- 

(1) conducting outreach to minorities, women, and individuals within the agency and 
outside the agency; 

(2) establishing and maintaining training and education programs to foster leadership 
development; 

(3) identifying career enhancing opportunities for agency employees; 

(4) assessing internal availability of candidates for Senior Executive Service positions; and 

(5) conducting an inventory of employee skills and addressing current and potential gaps in 
skills and the distribution of skills. 

Agency plans shall be updated at least every 2 years during the 10 years following enactment of 
this Act. An agency plan shall be reviewed by the Office of Personnel Management and, if 
determined to provide sufficient assurances, procedures, and commitments to provide adequate 
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opportunities for the advancement and appointment of minorities, women, and individuals with 
disabilities to the Senior Executive Service, shall be approved by such Office. An agency may, in 
updating its plan, submit to the Office of Personnel Management an assessment of the impacts of 
the plan. 

(b) Summary and Evaluation- Within 180 days after the deadline for the submission of any report 
or update under subsection (a), the Director shall transmit to the Committee on Oversight and 
Government Reform of the House of Representatives and the Committee on Homeland Security 
and Governmental Affairs of the Senate a report summarizing and evaluating the agency plans or 
updates (as the case may be) so submitted. 

(c) Coordination- The Office of Personnel Management shall, in carrying out subsection (a), 
evaluate existing requirements under section 717 of the Civil Rights Act of 1964 (42 U.S.C. 
2000e-16) and section 501 of the Rehabilitation Act of 1973 (29 U.S.C. 791) and determine how 
agency reporting can be performed so as to be consistent with, but not duplicative of, such 
sections and any other similar requirements. 
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Senior Executive Service Diversity Assurance Act of 2009 (Introduced in Senate) 

S 1180 IS  

111th CONGRESS 

1st Session 

S. 1180 

To provide for greater diversity within, and to improve policy direction and oversight of, the Senior 
Executive Service.  

IN THE SENATE OF THE UNITED STATES 

June 4, 2009 

Mr. AKAKA introduced the following bill; which was read twice and referred to the Committee on 
Homeland Security and Governmental Affairs  

A BILL 

To provide for greater diversity within, and to improve policy direction and oversight of, the Senior 
Executive Service.  

Be it enacted by the Senate and House of Representatives of the United States of America in 
Congress assembled, 

SECTION 1. SHORT TITLE. 

This Act may be cited as the `Senior Executive Service Diversity Assurance Act of 2009'. 

SEC. 2. FINDINGS. 

Congress finds that-- 

(1) according to the most recent findings from the Government Accountability Office-- 

(A) minorities made up 22.5 percent of the individuals serving at the GS-15 and GS-
14 levels and 15.8 percent of the Senior Executive Service in 2007; 

(B) women made up 34.3 percent of the individuals serving at the GS-15 and GS-14 
levels and 29.1 percent of the Senior Executive Service in 2007; and 

(C) although the number of career Senior Executive Service members increased from 
6,110 in 2,000 to 6,555 in 2007, the representation of African-American men in the 
career Senior Executive Service declined during that same period from 5.5 percent to 
5.0 percent; and 

(2) according to the Office of Personnel Management-- 

(A) Black employees represented 6.1 percent of employees at the Senior Pay levels 
and 17.9 percent of the permanent Federal workforce compared to 10 percent in the 
civilian labor force in 2008; 
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(B) Hispanic employees represented 4.0 percent of employees at the Senior Pay levels 
and 7.9 percent of the permanent Federal workforce compared to 13.2 percent of the 
civilian labor force in 2008; and 

(C) women represented 29.1 percent of employees at the Senior Pay levels and 44.2 
percent of the permanent Federal workforce compared to 45.6 percent of the civilian 
labor force in 2008. 

SEC. 3. DEFINITIONS. 

In this Act-- 

(1) the term `Director' means the Director of the Office of Personnel Management; 

(2) the term `Senior Executive Service' has the meaning given under section 2101a of title 
5, United States Code; 

(3) the terms `agency', `career appointee', and `career reserved position' have the 
meanings given under section 3132 of title 5, United States Code; and 

(4) the term `SES Resource Office' means the Senior Executive Service Resource Office 
established under section 4. 

SEC. 4. SENIOR EXECUTIVE SERVICE RESOURCE OFFICE. 

(a) Establishment- Not later than 180 days after the date of the enactment of this Act, the 
Director shall establish within the Office of Personnel Management an office to be known as the 
Senior Executive Service Resource Office. 

(b) Mission- The mission of the SES Resource Office shall be to-- 

(1) improve the efficiency, effectiveness, and productivity of the Senior Executive Service 
through policy formulation and oversight; 

(2) advance the professionalism of the Senior Executive Service; and 

(3) ensure that, in seeking to achieve a Senior Executive Service reflective of the Nation's 
diversity, recruitment is from qualified individuals from appropriate sources. 

(c) Functions- 

(1) IN GENERAL- The functions of the SES Resource Office are to-- 

(A) make recommendations to the Director with respect to regulations; and 

(B) provide guidance to agencies, concerning the structure, management, and diverse 
composition of the Senior Executive Service. 

(2) SPECIFIC FUNCTIONS- In order to carry out the purposes of this section, the SES 
Resource Office shall-- 

(A) take such actions as the SES Resource Office considers necessary to manage and 
promote an efficient, elite, and diverse corps of senior executives by-- 

(i) creating policies for the management and improvement of the Senior 
Executive Service; 
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(ii) providing oversight of the performance, structure, and composition of the 
Senior Executive Service; and 

(iii) providing guidance and oversight to agencies in the management of senior 
executives and candidates for the Senior Executive Service; 

(B) be responsible for the policy development, management, and oversight of the 
Senior Executive Service pay and performance management system; 

(C) develop standards for certification of each agency's Senior Executive Service 
performance management system and evaluate all agency applications for 
certification; 

(D) be responsible for coordinating, promoting, and monitoring programs for the 
advancement and training of senior executives, including the Senior Executive Service 
Federal Candidate Development Program; 

(E) provide oversight of, and guidance to, agency executive resources boards; 

(F) be responsible for the administration of the qualifications review board; 

(G) establish and maintain annual statistics (in a form that renders such statistics 
useful to appointing authorities and candidates) on-- 

(i) the total number of career reserved positions at each agency; 

(ii) the total number of vacant career reserved positions at each agency; 

(iii) of the positions under clause (ii), the number for which candidates are being 
sought; 

(iv) the amount of time a career reserved position is vacant; 

(v) the amount of time it takes to hire a candidate into a career reserved 
position; 

(vi) the number of individuals who have been certified in accordance with section 
3393(c) of title 5, United States Code, and the composition of that group of 
individuals with regard to race, ethnicity, sex, age, and individuals with 
disabilities; 

(vii) the composition of the Senior Executive Service with regard to race, 
ethnicity, sex, age, and individuals with disabilities; 

(viii) the composition of executive resources boards with regard to race, 
ethnicity, sex, and individuals with disabilities; and 

(ix) the composition of qualifications review boards with regard to race, 
ethnicity, sex, and individuals with disabilities; 

(H) make available to the public through the official public Internet site of the Office of 
Personnel Management, the data collected under subparagraph (G); 

(I) establish and promote mentoring programs for potential candidates for the Senior 
Executive Service, including candidates who have been certified as having the 
executive qualifications necessary for initial appointment as a career appointee under 
a program established under to section 3396(a) of title 5, United States Code; 
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(J) conduct a continuing program for the recruitment of women, members of racial 
and ethnic minority groups, and individuals with disabilities for Senior Executive 
Service positions, with special efforts directed at recruiting from educational 
institutions, professional associations, and other sources; 

(K) advise agencies on the best practices for an agency in utilizing or consulting with 
an agency's equal employment or diversity office or official (if the agency has such an 
office or official) with regard to the agency's Senior Executive Service appointments 
process; and 

(L) evaluate and implement strategies to ensure that agencies conduct appropriate 
outreach to other agencies to identify candidates for Senior Executive Service 
positions. 

(d) Protection of Individually Identifiable Information- For purposes of subsection (c)(2)(H), the 
SES Resource Office shall combine data for any agency that is not named in section 901(b) of 
chapter 31, United States Code, to protect individually identifiable information. 

(e) Cooperation of Agencies- The head of each agency shall provide the Office of Personnel 
Management with such information as the SES Resource Office may require in order to carry out 
subsection (c)(2)(G). 

(f) Staffing- The Director of the Office of Personnel Management shall make such appointments 
as necessary to staff the SES Resource Office. 

SEC. 5. CAREER APPOINTMENTS. 

(a) Promoting Diversity in the Career Appointments Process- Section 3393(b) of title 5, United 
States Code, is amended by inserting after the first sentence the following: `In establishing an 
executive resources board, the head of the agency shall, to the extent practicable, ensure 
diversity of the board and of any subgroup thereof or other evaluation panel related to the merit 
staffing process for career appointees, by including members of racial and ethnic minority 
groups, women, and individuals with disabilities.'. 

(b) Regulations- Not later than 1 year after the date of the enactment of this Act, the Director 
shall promulgate regulations to implement subsection (a). 

(c) Report- Not later than 1 year after the date of the enactment of this Act, the Director shall 
submit to the Committee on Homeland Security and Governmental Affairs of the Senate and the 
Committee on Oversight and Government Reform of the House of Representatives a report 
evaluating agency efforts to improve diversity in executive resources boards based on the 
information collected by the SES Resource Office under section 4(c)(2)(G) (viii) and (ix). 

SEC. 6. ENCOURAGING A MORE DIVERSE SENIOR EXECUTIVE SERVICE. 

(a) Senior Executive Service Diversity Plans- 

(1) IN GENERAL- Not later than 1 year after the date of the enactment of this Act, each 
agency, in consultation with the Office of Personnel Management and the Chief Human 
Capital Officers Council, shall submit to the Office of Personnel Management a plan to 
enhance and maximize opportunities for the advancement and appointment of minorities, 
women, and individuals with disabilities in the agency to the Senior Executive Service. 
Agency plans shall be reflected in the strategic human capital plan. 

(2) CONTENTS- Agency plans shall address how the agency is identifying and eliminating 
barriers that impair the ability of minorities, women, and individuals with disabilities to 
obtain appointments to the Senior Executive Service and any actions the agency is taking to 
provide advancement opportunities, including-- 
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(A) conducting outreach to minorities, women, and individuals within the agency and 
outside the agency; 

(B) establishing and maintaining training and education programs to foster leadership 
development; 

(C) identifying career enhancing opportunities for agency employees; 

(D) assessing internal availability of candidates for Senior Executive Service positions; 
and 

(E) conducting an inventory of employee skills and addressing current and potential 
gaps in skills and the distribution of skills. 

(3) UPDATE OF AGENCY PLANS- Agency plans shall be updated at least every 2 years 
during the 10 years following enactment of this Act. An agency plan shall be reviewed by 
the Office of Personnel Management and, if determined to provide sufficient assurances, 
procedures, and commitments to provide adequate opportunities for the advancement and 
appointment of minorities, women, and individuals with disabilities to the Senior Executive 
Service, shall be approved by such Office. An agency may, in updating its plan, submit to 
the Office of Personnel Management an assessment of the impacts of the plan. 

(b) Summary and Evaluation- Not later than 180 days after the deadline for the submission of 
any report or update under subsection (a), the Director shall transmit to the Committee on 
Homeland Security and Governmental Affairs of the Senate and the Committee on Oversight and 
Government Reform of the House of Representatives a report summarizing and evaluating the 
agency plans or updates (as the case may be) so submitted. 

(c) Coordination- The Office of Personnel Management shall, in carrying out subsection (a), 
evaluate existing requirements under section 717 of the Civil Rights Act of 1964 (42 U.S.C. 
2000e-16) and section 501 of the Rehabilitation Act of 1973 (29 U.S.C. 791) and determine how 
agency reporting can be performed so as to be consistent with, but not duplicative of, such 
sections and any other similar requirements. 
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